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Executive Summary 
 
Local governments in Minnesota and across the U.S. will soon face significant challenges attracting and retaining employees due to the 
impending mass retirement of the Baby Boomer generation.1  This transformation of the workforce will be felt in both the public and 
private sectors heightening the need for local governments to better compete for and attract top talent.  In April 2018, the League of 
Minnesota Cities (the League), an organization promoting excellence in local government through expert analysis and trusted guidance, 
enlisted graduate students from the University of Minnesota’s Humphrey School of Public Affairs to research this issue.  This Minnesota-
focused report examines what workers desire in a workplace compared to how current local Minnesota government employees perceive 
their workplace.  From data produced by a literature review, interviews with employees and human resources staff, and a broadly 
distributed electronic survey to Minnesota city employees, the report identifies key findings and recommendations to assist local Minnesota 
governments in overcoming this imminent challenge. 
 
Key findings found both alignment and misalignment with what potential employees desire in a workplace and what is currently offered by 
Minnesota local governments.  Alignment findings, or what Minnesota city employees are most satisfied with, include making a difference 
in their community, variety in job duties, work/life balance, benefits and stability.  Misalignment, or what may be missing from local 
government culture, was found in the areas of growth and development opportunities, promotion and advancement opportunities, day-to-
day flexibility and opportunities to have a voice in work.  
 
From these key findings, this report offers three recommendations to local Minnesota governments to better attract and retain employees: 
1) Educate the public on aspects of city employment that align with what employees want in a workplace like making a difference, work/life 
balance, variety in job duties, and benefits/stability. 2) Provide employees more opportunities for growth and development. 3) Create 
feedback loops to give employees a voice and to keep on the pulse of workplace culture.  
 
According to Pew Research, 10,000 more Baby Boomers reach retirement age every day and by 2030 all will have reached age 65.2  Local 
governments need to act fast in order to compete with other industries for employees and avoid potential gaps in their commitment to 
serve the public. 
                                                            
1 Kellar, E., Franzel, J., Snowden, A., Becker, C., (2015). Workforce of Tomorrow.  Retrieved from Local Government Research Collaborative 
(LGRC) and Center for State & Local Government Excellence at https:// slge.org/wp-content/uploads/2016 /06/Workforce-of-TomorroReport1.pdf 
2 “Baby Boomers Retire.” Pew Research Center, Washington, D.C. (2010) http://www.pewresearch.org/fact-tank/2010/12/29/baby-boomers-retire/.   
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Introduction 
In April 2018, the League of Minnesota Cities (the League) 
engaged with the University of Minnesota’s Humphrey School 
of Public Affairs to investigate issues around the impending 
workforce shortage in local Minnesota governments.  The 
project was initiated and completed by four graduate students 
studying public affairs while also working in the public sector.  
This provided a unique perspective on the issues and the 
students took a keen interest in the subject matter from both 
academic and personal viewpoints. 
The purpose of this project is to assist the League and its 
member cities in identifying potential strategies and 
techniques to overcome the workforce shortage by better 
attracting and retaining employees.  This report highlights the 
need for local governments to recognize the urgency of the 
issue and to take swift steps to address it.  After a brief 
background on the workforce shortage, this report will focus 
primarily on key findings and recommendations on attracting 
and retaining the workforce needed to continue serving the 
people of Minnesota. 
 
                                                            
3 The Public Employees Retirement Association (PERA) of Minnesota administers 
retirement plans for public employees and serves more than 480,000 members. 
4 PERA Data received by Angela Merrifield via excel spreadsheet. June 2018.  
www.mnpera.org 
Background on the Workforce Shortage 
 
Minnesota Public Employees Retirement Association (PERA)3 
reports that 45 percent of Minnesota’s city employees are 
over 50 years old,4 and the median age for local government 
employees across the nation continues to increase.5  This 
aging workforce, many of whom were forced to continue 
working through the recession, is now ready and able to 
retire, creating a 16 percent increase in retirements over the 
last decade.6  This transformation of the workforce will be felt 
in both the public and private sectors and as competition for 
the best workers increases, local governments will find 
themselves toe-to-toe with all sectors for top talent, 
heightening the need for local governments to better compete 
for and attract top talent.  Furthermore, once top talent is 
recruited, it will be imperative to retain these key employees, 
as well as the current employees. 
 
This impending wave of retirements paves the way for local 
governments to initiate necessary organizational change and 
innovation; a great opportunity to rebrand city employment 
and align city government culture with the desires of the 
current workforce.   
5 SLGE staff. (June 2017). State and local government workforce: 2017 trends. 
Retrieved from https://slge.org/publications/survey-findings-state-and-local-
government-workforce-2017-trends. 
6 Ibid. 
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Research Methods 
 
To understand what kind of organizational change is necessary 
for local governments to tackle the workforce shortage, four 
questions were created to drive the research, reveal key 
findings, and create recommendations: 
 
1. Why is there a need to attract and retain younger 
workers age 22 to 37 to fill positions in local 
government in Minnesota? 
2. What are younger workers’ work styles and what 
characteristics do they want in the workplace? 
3. What are the perceived workplace characteristics of 
local governments in Minnesota? How do these 
workplace characteristics affect local governments’ 
ability to attract and retain younger workers? 
4. How might city offices change their culture and 
workplace practices to attract and retain additional 
younger workers? 
 
These questions were examined and explored using three 
tools: 1) a literature review of academic and industry articles 
and reports on the issues and implications of the aging 
workforce on the public sector as well as what younger 
                                                            
7 Note that while the term Millennials was initially used to describe the generation 
born between 1981 and 1996 (age 22 to 37 in 2018), research revealed that this 
generation dislikes this term because of its negative implications of being entitled 
workers want in the workplace (Appendix B) 2) in-person 
interviews and a focus group with fifteen current city and 
affiliated organization employees and human resources staff 
to understand the current culture in Minnesota local 
governments (Appendix C for interview questions) and 3) a 28-
question electronic survey deployed to city employees across 
Minnesota and completed by 1,436 individuals in 119 cities as 
a second source of data to understand the current culture in 
Minnesota local governments (Appendix D for survey 
questions and Appendix E for survey summary data).  
Ultimately, this research design enabled the emergence of key 
themes around what employees want in a workplace and 
where current local government culture aligns and misaligns 
with these wants.   
 
Key Findings: What Workers Want in their 
Workplace and How Minnesota Cities  
Stack Up 
 
While initial inquiry focused on what younger employees (age 
22 to 37 often referred to as Millennials7) want in the 
workplace, research revealed that in Minnesota city 
government there is general alignment among all workers.  
For some questions there was variation among the age groups 
and perceptions that Millennials are younger than 22. Instead of using Millennials 
in this report, younger workers is used. Since the literature uses the term 
Millennials, we continue using the term when referencing the literature. 
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(as seen in Appendix E data analysis).  Based on the three 
sources of data, the following four key findings emerged 
characterizing what workers desire in their workplaces: 
 
1. To Make a Difference 
 
“Working for a city is attractive because you know the community 
and can see what you’re doing. The fruits of your labor are visible. 
You don’t drop work into a void. There’s a connectedness and 
visibility in the community.”  MN City employee 
 
Workers want to make a difference by serving their 
communities, contributing to the common good, and aligning 
their values with their work.  Individuals drawn to working in 
the public sector already have a desire to contribute positively 
to society8 and want to see the impact of their work.  
 
Based on survey data, workers of all ages identified making a 
difference as one of their top three choices of what they like 
about their job (Figure 1).  Also, current employees of all ages 
identify making a difference through their work as one of the 
top elements that contributes to their job satisfaction (Figure 
2).  One city employee interviewed indicated that work in the 
public sector is not all about money, “I don’t think people who 
get into this business do it to make a million bucks. They do it 
                                                            
8 Ng, E. S., & Gossett, C. W. (2013). Career choice in Canadian public service: An 
exploration of fit with the millennial generation. Public Personnel Management, 
42(3), 337-358. 
because they think the work is valuable or they enjoy working 
for something beyond just a profit-motive or something that’s 
serving the public in some fashion.”  This theme of making a 
difference and serving the community was repeated by both 
the younger workers and Human Resources representatives 
that were interviewed. 
 
 
 
 
 
 
Photo courtesy of Matt Todd (Flickr) 
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Figure 1 
 
 
Figure 2 
 
2. Work/Life Balance 
 
“I want a work/life balance and flexibility in a job.  I want to be able 
to adjust my schedule if needed to work later one day.  Not all 
government jobs allow for work from home, but the option would be 
huge.” MN City Employee 
 
Employees have a desire to better manage their home and 
work lives in order to be successful in both.  While flexibility 
was identified as a top-rated element for Minnesota city 
employees (Figure 2), they also highlighted their preference to 
work on their own clock instead of the organization’s.  Human 
resource staff also identified flexibility as an important job 
aspect to all employees.  As one human resources interviewee 
said, “Flexibility and time off [is what employees want]…and, 
they want the ability to work from home or flex their hours.  I 
don’t think that changes when you start a family either, it just 
gets more important for them.” 
 
This theme of work/life balance and flexibility appeared in the 
survey as both a factor that people were satisfied with and 
also a factor that they wanted more of in their workplace.  The 
survey asked three questions related to work/life balance and 
flexibility in which respondents could select whether they 
strongly agreed, agreed, were neutral, disagreed, or strongly 
disagreed:  
• My workplace supports work/life balance. 
• My workplace provides flexible work arrangements. 
0%
50%
100%
Benefits Job security Making a
difference
What Employees Like
Top Choices by Age
Under 37 38-53 Over 54
1
2
3
4
5
Making a
difference
Variety Use of skills
and abilities
Flexibility Generally
happy
Job Satisfaction Factors Highest 
Rated by Age
Under 37 38-53 Over 54
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• My workplace understands and allows flexibility with 
respect to my family and/or personal responsibilities. 
 
When given a numerical value as follows: strongly agree (5); 
agree (4); neutral (3), disagree (2), strongly disagree (1), the 
average of all respondents for the work/life balance and 
flexibility questions listed above was:  
 
My workplace supports work/life balance. 3.81 
My workplace provides flexible work arrangements. 3.67 
My workplace understands and allows flexibility with 
respect to my family and/or personal responsibilities. 
3.95 
 
This survey result indicates that some flexibility is offered 
when needed, but that workers do not feel they have truly 
flexible work arrangements.  The theme found in the 
interviews shows a similar trend that employees desire 
work/life balance and some cities are making attempts to 
provide flexibility needed to achieve this balance. 
 
3. Growth and Development Opportunities 
 
“Training is a big [deal]; having the opportunity to grow in your 
profession is important, not just getting the job and being stable.” 
MN City Employee 
 
Recognizing the desire for continued learning and upward 
movement in their organization, employees want to have 
access to training and other development opportunities. In 
fact, promotion and advancement was the lowest rated job 
element by all employees.  When asked what they dislike most 
about their job, over 30 percent selected “inability to move 
up.”  This percentage rises to nearly 40 percent when looking 
at the under 37 cohort exclusively (Figure 3).   
 
As one intern described, “Younger people don’t want to be 
locked into a job and don’t necessarily stay in the same roles.  
They’ll move jobs if they don’t like what they’re doing.  You 
want a role that sees you as a whole person.” 
 
 
   Figure 3 
 
Younger employees are less satisfied with the mentoring and 
coaching they receive from supervisors when compared with 
older employees.  Mentoring from supervisors can be a 
0%
50%
100%
Inability to move
up
Management Low pay
What Employees Dislike:
Top Choices by Age
Under 37 38-53 54+Over 54 
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powerful tool that brings benefits to the employee, supervisor 
and organization through increased morale, organizational 
productivity and career development.9  Based on the survey 
data, mentoring/coaching was one of the lowest rated job 
elements in terms of employee satisfaction (Figure 4).   
 
 
Figure 4 
 
 
 
                                                            
9 United States Office of Personnel Management. (2008). Best Practices: 
Mentoring. (SHRP/CLERPA-02). Washington, D.C. 
4. To Have a Voice in Their Work 
 
“There should be room to make [our work] our own and to make old 
processes new.  It feels like some workers want things to stay the 
same.  I want to be heard and have room to make [the work] my 
own.” MN City Employee 
 
Feeling heard is an important aspect of job satisfaction that 
corresponds with feeling valued at work.  Three of the five 
lowest rated job satisfaction elements by all employees deal 
with the ability to provide feedback and feel a part of their 
work’s communication structure (Figure 4).  This was apparent 
in the fact that some employees responded to our survey as if 
they were speaking directly to their employer citing specific 
office incidents and environmental issues.  
 
While they recognize the need to respect leadership, 
employees want the ability to make their own decisions at 
work and not always seek permission—identified as a 
frustration working in local government.  Most importantly 
they want to feel heard by their supervisors and colleagues.  
“Sometimes you get the sense that you can’t change things in 
a big machine.  So, if I were to leave it, it would be for an 
opportunity where I would have more control over decision-
making,” explained a city employee. 
1
2
3
4
5
Promotion &
Advancement
Mentoring
& Coaching
Feedback
Valued
Informed by
Mgmt
Opp to
Provide
Feedback
Job Satisfaction Factors Lowest Rated
by Age
Under 37 38-53 Over 54
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Recommendations  
 
Based on key findings, we offer the following 
recommendations along with potential action strategies for 
implementation. 
1. Educate the Public 
Market the aspects of city employment that already align with 
what employees want and desire.  As most employees noted, 
they love working for local government and recognize the 
need for cities to do more to promote themselves.  The main 
elements to highlight include: 
• Ability to serve people and make a difference in your 
community 
• Cities offer a work/life balance through their work 
schedules and benefits 
• The variety of jobs and opportunities that exist in cities 
Potential implementation strategies 
• Brand cities as places to work where employees can 
make a difference doing what they love.  The League’s 
“Find your Superpower” display at the Minnesota State 
                                                            
10 Step-Up Achieve Internship Prgm: https://www.achievempls.org/stepupachieve. 
Fair is a great example of highlighting the variety of 
jobs cities offer. 
• Expose high school students to employment 
opportunities through job fairs, internships, and career 
exploration experiences.  Metro cities can partner with 
Step-Up Achieve10, an organization that creates 
seamless connections between Minneapolis youth (16-
21) and organizations providing internships. 
• Bring cities together to share best practices related to 
marketing and outreach efforts.  Explore where 
partnerships can be advantageous.   
• Highlight current city employees, the work they do, 
and the reason(s) why they work for local government 
because they are one of the best marketing tools.  
Maximize word of mouth and employees’ 
relationships.  Create task forces within cities of 
employees from different departments to create ideas 
for promotion. 
• Seek out or create unique materials such as the “Find 
your Superpower” or employee trading cards for 
promotion (Appendix F). 
2. Develop and Grow Current Employees 
Ensure that current and potential employees know there is 
room for career advancement and growth in their job.  On an 
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ongoing basis emphasize the different opportunities available 
for learning and training with employees.  In addition to 
supporting employees through the formal career 
advancement track, provide opportunities for employees to 
grow by coaching and mentoring them.  We recommend 
supervisors receive support and training on how to coach and 
mentor their direct reports. 
Potential implementation strategies 
• Develop a leadership training that can be accessed by 
all League member cities.  It is recommended this 
training be available online and be offered in a flexible 
way.  Additionally, consider providing training to 
leaders on how to mentor and coach others. 
• Create career advancement tracks, if none currently 
exist, and explain them to employees. 
• Evaluate job requirements and consider whether the 
level of education or experience required is actually 
necessary for the specific job and where possible 
change job requirements so they are open to a wider 
applicant pool. 
                                                            
11 California Department of Human Resources. Informal mentoring toolkit for 
managers and supervisors. Retrieved from 
http://www.calhr.ca.gov/documents/wfp-calpers-informal-mentoring-toolkit-for-
managers-and-supervisors.pdf. 
• Allow employees to attend professional development 
courses, employer-paid conferences and/or serve on 
committees and task forces. 
• The State of California has an Informal Mentoring 
Toolkit for Managers and Supervisors as part of their 
Share What You Know initiative that provides tips on 
incorporating informal mentoring into everyday 
activities (Appendix G).11 
3. Create Feedback Loops 
Employees want to have a voice in their work to share their 
opinions and assist in improving their work and workplace.  
Gathering feedback from employees through surveys and 
other mechanisms are an easy way to quickly and easily 
engage employees on a regular basis.  While a survey enables 
employees to share their views, they also want to know that 
they’ve been heard.  To ensure that employees feel heard, we 
recommend any surveys or other feedback mechanisms 
include a process for leadership to respond to the information 
and to create processes to allow changes to occur faster when 
necessary. 
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Potential implementation strategies: 
• Partner with local universities to develop an employee 
feedback survey that can be used on a yearly basis.  
We recommend the development of this survey also 
include guidance on analysis to make it easier to 
review the results and respond appropriately.  
• Connect with other cities to find best practices around 
engagement.  Note, Mankato has seen powerful shifts 
using the Gallup Q12 employee engagement survey.12 
Limitations and Suggestions for  
Further Research 
While this report provides recommendations on attracting and 
retaining employees to the League and its member cities, the 
information is limited by a number of factors: 
1. Time: The data collection and analysis along with the 
writing of this report were completed from May to 
August.  This short timeframe impacted our ability to 
gather survey responses from more cities within 
Minnesota, especially Minneapolis and Saint Paul, and 
limited the number of interviews that we could 
complete. 
                                                            
12 Gallup. Q12 Employee Engagement Survey. https://q12.gallup.com/Public/en-
us/Features. 
2. Snapshot: This report reflects the opinions and views 
of a relatively small number of employees during a 
single point in time and may not remain consistent in 
the long-term.  Workers’ desires and needs may 
change as the overall workforce environment changes. 
3. Minnesota Specific: While the literature provided 
information about workforce shortages and 
recruitment and retention efforts broadly, our data 
focused specifically on Minnesota cities and 
employees.  The recommendations presented here 
may work in other locals but are designed to reflect 
the needs of Minnesota cities. 
The issues related to worker recruitment and retention are 
wide-ranging.  Additional research should be done to further 
support Minnesota cities in these efforts including: 
1. Examination of best practices currently used by 
Minnesota cities 
2. Further exploration of best practices more broadly by 
public and private sector employers 
3. Deeper investigation into how to attract and retain a 
diverse workforce 
4. Importance of office location and workspace 
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5. Further examination of how city size impacts job 
satisfaction, wants, and desires in the workplace 
(Appendix E for survey summary data) 
Conclusion 
In a survey of local and state government leaders by the 
Center for State & Local Government Excellence (SLGE), 91 
percent of respondents stated recruitment and retention as 
their highest priority,13 suggesting leaders can see an 
impending challenge on the horizon.  This report provided key 
findings, recommendations and implementation strategies for 
attracting and retaining employees in local government.  As 
the workforce changes and competition for employees 
increases, local governments should recognize the great 
opportunity that lies ahead to promote their strengths, align 
city government culture with the desires of the current 
workforce, and to quickly adapt where change is needed.    
 
  
                                                            
13 SLGE staff. (June 2017). State and local government workforce: 2017 trends. 
Retrieved from https://slge.org/publications/survey-findings-state-and-local-
government-workforce-2017-trends 
Photo courtesy of J.MC (Flickr) 
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APPENDIX B 
Literature Review 
 
The Government Workforce Shortage and Recruiting Millennials 
  
Federal, state and local governments across the U.S. will soon face significant challenges 
due to an aging workforce.  The literature is consistent in describing an impending wave of 
retirements causing a heightened need by local governments to attract and retain 
Millennials by implementing strategies to better compete for the next generation.  This review 
focuses on the history and cause of the workforce shortage, implications and opportunities, and 
strategies to recruit and retain the Millennial generation.  
  
The Current View and History of the Aging Workforce  
The Minnesota Public Employees Retirement Association (PERA) reported that 45 
percent of Minnesota’s city employees are over 50 years old1 and the median age for local 
government employees across the nation continues to increase.2  Although an aging workforce 
is not unique to local governments, the Bureau of Labor Statistics reports city workers are on 
average five years older than those in the private sector.  This aging workforce, many of whom 
were forced to continue working through the recession, is now ready and able to retire, 
creating a 16 percent increase in retirements over the last decade.3  In a survey of local and 
state government leaders by the Center for State & Local Government Excellence (SLGE), 91 
percent of respondents stated recruitment and retention as their highest priority, suggesting 
these leaders can see an impending challenge on the horizon.4   
While the underlying cause of this problem is under-researched at the local level, we 
can glean insight from federal and state level data as well as issues in the private 
sector.  Downsizing of the federal government during the first Bush and Clinton Administrations 
left the majority of the government workforce in their 30s and 40s.  These are the ages at which 
turnover rates are lowest thus no new (younger) employees were hired.5  These workers, the 
Baby Boomers, are now retiring and the large portion of Generation X workers in their 40s and 
50s will soon follow suit.6  In many cases, governments are experiencing shortages in specific 
                                                            
1 The Public Employees Retirement Association of Minnesota (PERA) (2018). PERA Data on Age of Public Employees in 
Minnesota Local Governments. Retrieved from direct email of data. 
2 Economic Releases, “Employment Projection: 2016-26,” Bureau of Labor Statistics, Oct. 24, 2017. Retrieved from 
https://www.bls.gov/news.release/ecopro.nr0.htm.  
3 SLGE staff. (June 2017). State and local government workforce: 2017 trends. Retrieved from 
https://slge.org/publications/survey-findings-state-and-local-government-workforce-2017-trends 
4 Ibid. 
5 Lewis, G., Cho, Y. (2010). The aging of the state government workforce: Trends and implications. The American Review of 
Public Administration, 41(1), 48-60. 
6 Ibid. 
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industries on par with the private sector.  Insurance trusts, an important part of local 
government stability, is one such example.  The industry has failed to successfully recruit 
professionals in the changing demographic of the workforce.  Ten years ago, many wrongly felt 
artificial intelligence would eliminate these jobs leaving shortages of skilled people in the 
industry.7  
Finally, most local governments are not engaging in succession planning to curb this 
trend.  A 2014 survey of municipal/local government human resource departments put out by 
the International Public Management Association for Human Resources (IPMA-HR) revealed 86 
percent of respondents do not have a succession plan in place.8  Local government human 
resource departments are pointing to workforce/succession planning as a top challenge which 
could explain the failure of many local governments in creating them.  Reasons for this failure 
are reported as low priority, lack of internal expertise and lack of financial resources.9   
  
Implications of an Aging Workforce  
The literature points out a deluge of challenges that governments will soon face.  These 
challenges, according to Fisher & White, include decreased organizational learning ability due 
to loss of experienced employees, fear of loss of institutional memory, and a substantial 
increase in hiring, potentially exposing weaknesses in the hiring process as local governments 
compete for highly qualified workers.10  Current negative perceptions of local government as a 
career option will also pose a challenge to overcome.  These perceptions include too much 
bureaucracy, constraints on what can be accomplished, not enough creative flexibility, slow 
hiring processes, and a greater interest in the non-profit sector.11  In addition to challenges, the 
impending wave of retirement poses great opportunities for local governments to increase 
diversity as younger workers are more likely to be female and minority and to gain employees 
with better skills in performing increasingly complex tasks.12  It also paves the way for local 
governments to initiate necessary organizational change and innovation; a great opportunity to 
increase effectiveness and change negative perceptions.  
In addition to succession planning, it is important for local governments to focus on 
recruitment and retention of the younger generations whose needs and wants differ from their 
                                                            
7 Rappaport, A., Bancroft, E., Okum, L. (2003). The aging workforce raises new talent management issues for employers. Journal 
of Organizational Excellence. 23(1), 55–66. https://doi.org/10.1002/npr.10101. 
8 International Public Management Association for Human Resources (IPMA-HR). (2014). 2014 Benchmarking Report: Talent 
management. Retrieved from https://www.ipma-hr.org/docs/default-source/public-docs/importdocuments/node-
documents/27348-ipma-talent-mgmt-report-r. 
9 SLGE staff. 
10 Lewis & Cho. 
11 Kellar, E., Franzel, J., Snowden, A., Becker, C., (2015). Workforce of Tomorrow. Retrieved from Local Government Research 
Collaborative (LGRC) and Center for State & Local Government Excellence at https:// slge.org/wp-content/uploads/2016 
/06/Workforce-of-Tomorrow-Report1-1.pdf. 
12 Lewis & Cho. 
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older counterparts.  The 2018 Deloitte survey of 10,455 millennials summed up key findings, 
“Good pay and positive cultures are most likely to attract… but diversity/inclusion and flexibility 
are important to keeping them happy.”13  
  
Recruiting and Retaining Millennials  
As competition for the best workers increases, local governments will find themselves 
toe-to-toe with federal and state governments as well as non-profits and the private sector for 
top talent.  A 2013 Canadian study by Ng & Gossett, analyzed survey data to “explore 
differences among Millennials pursuing an undergraduate degree who indicate preference for a 
career in public service vis-a-vis the private sector” by career goals and what they want in a 
potential employer.14  The study found that students most interested in public sector work had 
career goals of balancing personal life and career, pursuing further education, contributing to 
society and secure employment.15   This same study found students who preferred the private 
sector valued innovation, attractive location, advancement and international career 
opportunities.16  Governments will have to focus on recruiting both of these groups through 
targeted recruitment efforts including a heavier presence on college campuses.   
One of the biggest challenges governments will have to overcome is their ability to offer 
competitive salaries.  Budget issues, legacy costs, and political environments will make it 
challenging for many local governments to compete with the private sector when it comes to 
compensation.17  To overcome this difficulty, the literature suggests tapping into the idealism 
of the younger generations by advertising government employment as a form of public service, 
a mission that matters and by creating a brand that tells a story of public service.18  In addition 
to a new branding strategy, another critical theme to note is the importance of revolutionizing 
Human Resources.  The literature focuses on hiring practices as outdated and a barrier to 
recruiting top talent.  HR departments should update hiring practices to a more simple, 
streamlined, creative and strategic process.19   
A final crucial recruitment and planning tool is the use of an internship 
program.  Currently, 50 percent of college students are in internships and 19 percent are 
                                                            
13 Deloitte. (2018). 2018 Deloitte Millennial survey: Millennials disappointed in business, unprepared for industry 4.0, 2. 
Retrieved from https://www2.deloitte.com/global/en/pages/ 
about-deloitte/articles/millennialsurvey.html. 
14 Ng, E. S., & Gossett, C. W. (2013). Career choice in Canadian public service: An exploration of fit with the millennial 
generation. Public Personnel Management, 42(3), 342. 
15 Ng & Gossett. 
16 Ng & Gossett. 
17 Kellar et al. 
18 Doverspike, D., Qin, L., Magee, M. P., Snell, A. F., & Vaiana, L. P. (2011). The public sector as a career choice: Antecedents of 
an expressed interest in working for the federal government. Public Personnel Management, 40(2), 119-132.; Kellar et al. 
19 Kellar et al.; Lewis & Cho; Rappaport et al. 
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seeking an internship opportunity.20  Internship programs provide important experience, create 
a talent pipeline and give local governments a chance to engage with students who might not 
have considered a career in their offices.  Internships are a win-win for both interns and host 
organizations.  Host organizations get access to highly motivated and productive employees 
and can use internships as a recruiting tool and interns gain an improved knowledge of the 
organization’s industry as it relates to their future career path.21  Local governments should not 
be deterred by a perceived high cost of internship programs.  An article from the Development 
and Learning in Organization Journal states, “Beyond minor compensation costs in paid 
internships, the majority of the costs for employers are in the form of committing human 
resources to plan, supervise, and evaluate interns and the internship program overall.’’22  
Once top talent is recruited, it is important to retain these key employees.  After 
analyzing over two thousand studies on Millennials and voluntary turnover, Lee, Hom, Eberly & 
Li, describe the changing definition of job satisfaction for this generation.23  They conclude 
younger generations are interested in meaningful work, development opportunities, and 
reporting to a “coach” rather than a boss.24  Their research suggests monitoring employees’ 
satisfaction by creating an open, trusting environment and developing and analyzing employee 
satisfaction survey data more regularly than once each year.25   
  
Conclusion  
The literature is consistent that local governments should prepare for an impending 
influx of retirements which may increase competition for top talent.  Local governments should 
focus on succession planning and innovative recruiting and retention efforts that focus on new 
branding strategies and Millennial’s needs and wants.  They should prime their pipeline with 
meaningful internship programs and spend more time conducting targeted recruitment on 
college campuses.  Finally, most information on the workforce shortage exists in the literature 
for the public and the private sectors. More research is needed on recruitment and retention 
strategies unique to local government.  
                                                            
20 Kellar et al. 
21 Coco, M. (2000). Internships: A try before you buy arrangement. SAM Advanced Management Journal (07497075), 65(2), 41. 
22 How to cultivate a successful internship program: Maximizing the benefits and minimizing the costs (2014). Development and 
Learning in Organizations: An International Journal, 28(3), 33, https://doi.org/10.1108/DLO-03-2014-0016. 
23 Lee, T. W., Hom, P., Eberly, M., & Li, J. (2017). Managing employee retention and turnover with 21st century ideas. 
Organizational Dynamics. DOI: 10.1016/j.orgdyn.2017.08.004. 
24 Ibid. 
25 Ibid. 
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APPENDIX C 
Interview Questions 
 
LMC Interview Guide – Human Resources Staff 
 
Research Questions 
• What are the perceived workplace characteristics of local governments in the 
Minneapolis-St. Paul seven county metropolitan area?  
• How do these workplace characteristics affect local governments’ ability to attract 
Millennials?   
• How might city offices change their culture and workplace practices to attract more 
Millennials? 
 
Introduction (assumes introductory email/phone call with more information has been shared) 
Thank you for agreeing to participate in this research study and taking the time to talk with me 
today. Your experience as a human resources specialist/manager in local government will help 
inform our study of how local governments in Minnesota can attract Millennials to their 
workforce. 
Consent 
• Before we begin, I just want to give you some additional information about how what 
you share will be used and protected. 
• There is no likely risk or harm to you for participating in this interview.  
• Your participation is voluntary: 
• While I appreciate your participation, you can decide not to do this interview. 
• You may choose to pass on any individual question. 
• Your participation or non-participation or your particular answers will not affect 
• (Our personal relationship) 
• Your relationship with the University of Minnesota or the League of Minnesota 
Cities 
• Everything you share with me is confidential. Your information will be kept private. 
Nothing you say will be directly attributed to you. 
• Do you have any questions? 
• Do you agree (consent) to this interview? (Record response. STOP if no.) 
• Are you okay with me recording this interview? Note that only I and the other 3 
graduate students working with me will have access to the recording and it will be 
destroyed after this research project is complete. 
 
Questions 
1. How do you describe your workplace to people? 
a. What are some of the main characteristics of your workplace? 
 
2. In your opinion, what are the most important characteristics of your workplace? 
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3. How do you think other people describe your workplace? What is their perception of 
your workplace when they visit it? 
 
4. What would you change about your workplace? Why? 
 
5. What do you specifically highlight for potential employees about the work 
environment? 
 
6. When talking to prospective employees, what questions do they ask about the work 
environment? 
 
7. In your view, what are prospective employees looking for in a potential workplace? 
 
8. What is your city doing to attract Millennials as employees? 
 
9. Is or has your city made changes to the work environment to attract new employees, 
especially Millennials?  
a. If so, what changes have or are being made? 
b. How is has your city made these changes? 
 
10. What do you wish your city was doing to attract new employees? 
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LMC Interview Guide – Millennials working in local government 
 
Research Questions 
• What are the perceived workplace characteristics of local governments in the 
Minneapolis-St. Paul seven county metropolitan area?  
• How do these workplace characteristics affect local governments’ ability to attract 
Millennials?   
• How might city offices change their culture and workplace practices to attract more 
Millennials? 
 
Introduction (assumes introductory email/phone call with more information has been shared) 
Thank you for agreeing to participate in this research study and taking the time to talk with me 
today. Your experience as Millennial (a younger employee) in local government will help inform 
our study of how local governments in Minnesota can attract Millennials to their workforce. 
Consent 
• Before we begin, I just want to give you some additional information about how what 
you share will be used and protected. 
• There is no likely risk or harm to you for participating in this interview.  
• Your participation is voluntary: 
• While I appreciate your participation, you can decide not to do this interview. 
• You may choose to pass on any individual question. 
• Your participation or non-participation or your particular answers will not affect 
• (Our personal relationship) 
• Your relationship with the University of Minnesota or the League of Minnesota 
Cities 
• Everything you share with me is confidential. Your information will be kept private. 
Nothing you say will be directly attributed to you. 
• Do you have any questions? 
• Do you agree (consent) to this interview? (Record response. STOP if no.) 
• Are you okay with me recording this interview? Note that only I and the other 3 
graduate students working with me will have access to the recording and it will be 
destroyed after this research project is complete. 
 
Questions 
1. How do you describe your workplace to people? 
a. What are some of the main characteristics of your workplace? 
 
2. In your opinion, what are the most important characteristics of your workplace? 
 
3. What would you change about your workplace? Why? 
 
4. What attracted you to working for local government? 
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5. What will keep you working for local government? 
 
6. When you were looking at job possibilities, what characteristics were you looking for in 
your work environment? 
a. How does your current workplace align with those characteristics? 
 
7. What do you think your city could do to attract other Millennials? 
a. In your view, what could the city change that would help attract Millennials 
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APPENDIX E 
Survey Summary Data 
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APPENDIX F 
Employee Trading Cards – St. Paul 
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Informal Mentoring Toolkit – State of California 
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APPENDIX H 
Presentation to the League of Minnesota Cities 
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